Human Resource (HR) literature tends to overlook the process of HR systems configuration. Researching the process, this article particularly examines the phenomenon of connectivity and the diffusion of ideas among HR actors and other actors outside companies. Three case studies of multinational subsidiaries in Indonesia were conducted. Data were collected through interviews, observations, and corporate documents and were analyzed using a modified-grounded approach. The findings show similarities among elements of HR systems across the cases, showing connectivity of ideas and actors in the configuration process. The ideas constituting the HR systems within each company were adopted through a variety of channels of diffusion. This article proposes a typology of connectivity of actors that enables the diffusion and adoption of ideas across companies. 
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Proses konfigurasi sistem Manajemen Sumber Daya Manusia (MSDM) cenderung tidak mendapatkan perhatian yang memadai dalam literatur MSDM. Meneliti tentang proses tersebut, artikel ini secara khusus menelaah fenomena keterhubungan dan difusi ide-ide di antara aktoraktor pengelola MSDM di dalam perusahaan dengan aktor-aktor relevan lainnya. Tiga studi kasus pada subsidiari perusahaan multinasional yang beroperasi di Indonesia dilakukan. Data dikumpulkan melalui wawancara, observasi, dan kajian atas dokumen perusahaan dan dianalisis dengan pendekatan grounded theory yang dimodifikasi. Temuan lapangan menunjukkan adanya kemiripan-kemiripan antar elemen-elemen sistem MSDM pada perusahaan-perusahaan yang distudikan, menunjukkan kesalingterhubungan gagasan-gagasan dan aktor-aktor dalam proses konfigurasi. Gagasan-gagasan pembentuk sistem MSDM di setiap perusahaan diadopsi melalui berbagai jalur difusi. Artikel ini mengembangkan sebuah tipologi keterhubungan antar aktor yang memungkinkan terdifusi dan diadopsinya gagasangagasan lintas perusahaan.

INTRODUCTION
Understanding HR processes is as important as our knowledge of HR contents that is dominating HR research (Brewster, Mayrhofer, & Smale, 2016; Sanders & Yang, 2016) . Bowen and Ostroff (2004) and Paauwe (2004) have made a call for greater attention towards a process-oriented HRM. Different authors built theoretical arguments, and accumulated empirical evidence around HR processes (e.g. Hauff, Alewell, & Hansen, 2016; Rupidara & McGraw, 2011; Sanders, Shipton, & Gomes, 2014; Smale, 2007; Sumelius, Bjorkman, Ehrnrooth, Makela, & Smale, 2014) . Despite an increasing accumulation of knowledge over the last two decades, this article argues that detailed understanding of various HR processes is still needed. This includes the understanding of the process how HR actors build HR systems within firms.
This article contributes to the HR process literature by particularly shifting the attention to a different perspective than what most HR process scholars have paid attention to in the past. Research on HR processes has primarily drawn attention to how HR systems work and affect firm performance, particularly on "the psychological processes through which employees attach meaning to HRM" (Sanders & Yang, 2016, p. 1) . The reason to pay attention to the configuration process is that all process aspects start from and depend on this process. A configuration process is defined here as the structuring of elements of HR systems, including adaptations, changes of elements of the systems across time (Rupidara & McGraw, 2011) .
The process absorbs time and energy of HR actors, while unsuccessful configuration will be costly. It therefore needs considerable attention.
To understand how the configuration process is taking place, this article focuses on mechanisms that lead HR actors to take actions in building HR systems. This will explain how certain configuration of HR systems comes into being.
Little attention has however been paid to this issue in HR literature, more specifically in multinational context. The specific context of foreign multinational subsidiaries operating in Indonesia is considered unique due to its transitional nature that highlights the co-existence of competing logics influencing HR actors during the process. In such an environment different ideas are diffused by or through different actors at different levels, used by the actors in HR systems configuration (e.g., Chow, 2004; Farndale & Paauwe, 2007; Rupidara & McGraw, 2011) . In analysing the situation, this article pays particular attention to how connectivity of multiple actors within and/or beyond the HR field in Indonesia may play a role in the process, an aspect that is also neglected in HR process literature.
In analysing mechanisms involved in the configuration process, this article adopts an emerging micro-foundational view in organisational institutionalism (Powell & Colyvas, 2008 ) and endorses it with Bourdieusian sociology of action (e.g. Grenfell, 2008) . Powell & Colyvas (2008: 277) argue, "…the development of microlevel explanations will give more depths to accounts of macro-level events and relationships." This paper particularly contends that varied and rich interactions among relevant actors in a field will foster the diffusion and adoption of HR policies or practices that lead to increasing similarities between firms. It thus attempts to respond to the call to provide more nuanced explanations of institutional mechanisms such as isomorphism (Campbell, 2004; Greenwood, Oliver, Rupidara & Darby, 2017; Sahlin, & Suddaby, 2008) . 
The Configuration of HR Systems and Isomorphic
Mechanisms
Research on HR systems enters a different phase as researchers paying attention to different process aspects (Monks and McMackin, 2001; Myloni, Harzing, & Mirza, 2004; Rupidara & McGraw, 2011; Sanders et al., 2014; Smale, 2008; Yahiaoui, 2014) . Early research on the establishment of HR systems, particularly in a multinational subsidiary context, dealt with the transfer of HR practices from multinational headquarters to their subsidiaries (e.g. Beechler & Yang, 1994; Tayeb, 1998) . Smale (2007; (Zilber, 2002) , taking ideas from one place and delivering them to other actors, which then turning them into local practices, with or without changing any attributes of the ideas adopted. HR systems configuration process thus involves the phenomenon of the travel of ideas (Czarniawska & Joerges, 1996) across places and time, opens up for the possibility of similarities of features of organisations; in organisational structures or elements of HR systems. This well-known occurrence of institutional isomorphism has been central to organisational institutionalism (e.g. DiMaggio & Powell, 1983 , 1991 Scott, 2008) , as there is increasing evidence of a degree of homogenisation across organisations.
In arguing for the centrality of actors and their connectivity in the process to configuring HR systems within firms, it is important to define the term "actor" in this study. In organisational studies particularly, isomorphism is usually explained as an act of organisations (DiMaggio & Powell, 1983; Mizruchi & Fein, 1999) . This behaviour can only In line with DiMaggio and Powell (1983) , the isomorphic interactions observed in this study are situated within a specific context, namely an Indonesian HR field as an organisational field.
An organisational field is an arena where actors interact. DiMaggio and Powell defined it as "those organizations, in the aggregate, who constitute a recognized area of institutional life: key suppliers, resource and product consumers, regulatory agencies, and other organizations that produce similar services or products" (pp. 64-65). Scott The boundaries may be an industrial or business sector, although this research refers it more as the boundary of a profession, comparable to accounting, law, or medicine professions (Greenwood, Suddaby & Hinings, 2002; Reay & Hinings, 2009 ).
This encompasses multiple interactions among relevant actors as long as they connect to various aspects of HR as a professional field.
Here the work of Pierre Bourdieu is helpful as it provides a richer meaning in explaining relations dynamics within a field, including its relations with the actors inside and the relations among the actors themselves (Grenfell, 2008) . In Bourdieu's view, a field is a social arena with its own rule or nature of the game in which social actors in their various social positions struggle for desirable ends in a relational way (Bourdieu, 1983; De Nooy, 2003; Martin, 2003) . By describing a field as a "field of (Grenfell, 2008) . Besides habitus, Bourdieu's concept of "capital," which refers to a specific position that an actor holds within the field, can further explain the degree of influence an actor has during engagements. This includes more dynamic, reciprocal interactions between actors and their habitus and fields, of agency and structures, subject, and object (Grenfell, 2008) . Applying the possible widening of a field due to the increasing globalisation of ideas (Czarniawska & Joerges, 1996) , the study raises the possibility (Bartlett & Ghoshal, 1991 Doz, Bartlett & Prahalad, 1981; Schuler, Dowling & De Cieri, 1993; Taylor, Beechler & Napier, 1996) . Harzing (2007, 2008) Prior to 1997, and particularly in the late 1980s to mid-1990s, Indonesia was acknowledged as one of the most promising emerging economies in Asia.
As a country with the fourth largest population in the world, abundant natural resources and high economic growth (6-7 percent per annum), Indonesia was very attractive for foreign investment (Takii & Ramstetter, 2005; Thee, 1991) .
The number and contribution of multinational companies operating in Indonesia was increasing (Takii & Ramstetter, 2005) . Indonesian business, however, was (and still is) dominated by small and medium scale business enterprises, which account for more than 99 percent of total enterprises (Tambunan, 2007) . The remaining 1 percent major companies contributed about 40 percent of the total GDP (Tambunan, 2007; Timberg, 2000) . These businesses included a number of Indonesian conglomerates, of which three were the previous majority owners of the selected case multinationals. There were significant gaps in the business performance of these two groups and therefore in their organisational or managerial capabilities (cf. Rupidara & McGraw, 2008) .
The buoyant economy could not escape the effect of the Asian monetary crisis in 1997. The Indonesian Rupiah currency rate fell against major foreign currencies, especially the US dollar, which hit the economy severely (Simandjuntak, 1999; Tarmidi, n.d.) and created political instability. This instability led to the demise of the long-established political regime of President Soeharto (Rupidara & McGraw, 2010) , and Indonesian conglomerates who had benefited from the regime had their (Rupidara & McGraw, 2008; Takii & Ramstetter, 2005) .
METHODS
This study comprises case studies conducted at three foreign multinational subsidiaries operating in Indonesia (cf. Eisenhardt, 1989; Mabry, 2009; Stake, 1994; Stark & Torrance, 2008; Yin, 1989) .
To study the complex but less understood process of configuration of HR systems in the multinational subsidiary context in general and in Indonesia in particular, case study is considered an appropriate approach (cf. Flyvbjerg, 2006) . The MNCs all originated from respected local firms which later became foreign-affiliated companies. A fourth case of an Indonesian public authority was supplemented as a comparison. Similar to the three case multinationals, the national public organisation also experienced a radical identity change. It turned from an organisation characterised by high levels of government intervention into a more independent and professional organisation. The study comprises a period of ten days live in at each of the case organisations. During the live ins, data were collected through interviews (Czarniawska, 2004; Elliott, 2005; Flick, 2006; Riessman, 2008) , informal talks, observations, and documentary studies. In-depth, narrative interviews were conducted with a total of 34 managers representing different HR and other relevant functions within their organisations.
The number of interviewees in each firm differs (see Table 1 ), reflecting the difference in the organisation and the size of the HR departments. Following the phenomenological tradition (Smith, Flowers & Larkin, 2009) , the interviewees were considered as subjects who actively make sense of their world and ascribe meaning to their everyday experiences (Viney, 1987) Data analysis was conducted within an interpretiveconstructivist paradigm (Burrel & Morgan, 1977; Charmaz, 2006; Denzin & Lincoln, 2005; Schwandt, 1994) . It was started when the first data was collected (cf. Birks & Mills, 2011; Erlandson, Harris, Skipper & Allen, 1993 The coding of data constructed as it accumulated, followed by constant comparisons of data and its interpretation across individual and organisational cases (cf. Charmaz, 2006; Glaser, 1978; Glaser & Straus, 1967; Suddaby, 2006 Charmaz, 2006; Glaser, 1978; Glaser & Strauss, 1967 , Strauss & Corbin, 1990 , especially when the findings entered less-anticipated subject areas. As data, categories, and memos were accumulated, logical relationships among the categories were 
RESULTS AND DISCUSSION
Similarities and Differences of Attributes of HR
Systems across Cases
This study shows that the phenomenon of Table 2 presents the similarities and differences. This case provides an example that extends the dyadic model of influences from headquarters' international strategy and pressures from local government prescribed in rational models (Bartlett & Ghoshal, 1991 Doz, Bartlett & Prahalad, 1991; Schuler, Dowling & De Cieri, 1993; Taylor, Beechler & Napier, 1996) . The role of a third party, 
Limitations and Implications for Future Research
Before proceed to implications that can be derived for future research, it is noteworthy that the readers be aware of limitations of the study. confronted by differing institutional ideas and must make choices among these ideas.
